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 rogram Design and
P
Implementation
Excellence is never an accident. It is always the result of high intention, sincere effort,
and intelligent execution; it represents the wise choice of many alternatives—choice,
not chance, determines your destiny.
—Aristotle

If you ask me about what I love most about my job, it would unreservedly be just how energized I
feel when designing new programs and revising existing ones. It would be the enjoyment I derive
working with my colleagues to keep learning and refining our approach to teaching leadership. It
would be the joy I feel when I see participants in our programs transformed in the process. As a
result of all these experiences, I have become a lifelong learner, filled with curiosity, and the desire
to make something better.
As described in the introduction, as an academic center, our co-curricular leadership programs
serve the entire institution. Starting from one program offered for undergraduate seniors, we have
developed a continuum of programs that meets the needs of students in various stages of maturity
and development. This chapter describes the way we have conceptualized program design to get
to this point and explores such questions as: What are some key elements of program design
that we should always think about in designing and implementing programs? What are the Eight
Pillars of Program Design and how do they help in creating a meaningful program that guides its
participants to learn and grow? The chapter ends with tips for implementation of programs.

The Planning and Implementation Process
Thinking about the overall program design at the outset results in rich dividends. Excellent planning
often leads to great outcomes. As leaders and managers, we should devote as much time as possible
to conceptualizing a program design. It is true: A lack of planning on our part as leaders and
managers should not constitute an emergency for others!
The three stages (conceptualization, development, and assessment) outlined in Figure 2.1 in this
chapter encompass a complete program design and are followed by a determination of what is
required, what outcomes are sought, and what can take the program to a higher level the next time
around. The conceptualization stage involves identifying the needs of the audience being considered
for the program. These needs can be determined through primary and secondary sources, focus
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groups, and discussions with stakeholders. I highly recommend setting up a team informally or
formally that deliberates on those needs, considers the resources necessary to enact the vision,
and conducts research on what other similar programs have done. The development stage involves
understanding the goals and learning outcomes that are a part of the new program and using
the Eight Pillars of Program Design as the foundation upon which to build. Finally, the assessment
stage involves asking the key questions about this process using assessment tools at the participant,
program, organization, and institutional levels. At this time, please recognize that the questions
are not set in stone; they simply provide a vision for how we might measure success and outcomes.
These can be revised as the program goes into the implementation phase. Please consider this idea
as well: Although it is a temptation to collect data, it means nothing if you do not have the time or
the capability to analyze it. Less is more! Develop the key questions, the process by which you will
collect information, and the tools you will use (e.g., survey, focus groups, interviews).
Figure 2.1
Roadmap for Effective Program Conceptualization and Development

Note. Adapted from Teaching Leadership: Bridging Theory and Practice (p. 130) by G. Perruci & S. W. Hall, 2018,
Edward Elgar Publishing. Copyright © 2018 by Gama Perruci and Sadhana Warty Hall
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Eight Pillars of Program Design
The heart of all these programs pulsates with the idea that leadership is a process in which participants
are self-aware of their place within their leadership role, work effectively in teams, and understand
how to meet their organization’s mission to achieve societal good. All the programs described in this
book also share a common structure, using the framework Perruci and I described previously as the
“Seven Pillars of Program Design” in Teaching Leadership: Bridging Theory and Practice. Paying attention to
the seven pillars often helps to create thoughtful learning in a structured yet adaptable way and paves
the path for transformational changes in habits, attitudes, practices, and behaviors. These pillars,
along with an eighth one that I have added recently, are shown in Figure 2.2.
Figure 2.2
Eight Pillars of Program Design

I have summarized thoughts about these pillars as outlined in that book and share some additional
thoughts about them. The eighth pillar that I added—Participant Learning and Empowerment—
is introduced at the end of this chapter. Please know that while these pillars are mentioned
independently, they are interrelated.
Pillar One, Intentionality of Programs, asks us to begin or continue to understand
the background of participants for any program we are designing. We also want to think
about ways to intentionally select and reach out to potential participants when we are
designing a cohort-based program to create as diverse a group as possible. Diversity
is all-embracing of identities and differences, which include race, ethnicity, religion,
disability, sexual orientation, gender identity, national origin, tribe, and socio-economic
status. All people are unique and bring something different to the table based on their
experiences. Different backgrounds, experiences, and perspectives can deepen the
conversations and the learning. It is important not only to recognize those differences
but also to value them.
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How do we ensure this diversity in programs? We reach out to potential participants through various
departments in the institution and gather nominations from past participants and student organizations
on campus. This is a practice you can incorporate in your own organization. In this way, being
intentional about who should be in the programs invites participants from different backgrounds and
perspectives, while creating an environment that promotes a vibrant exchange of ideas and opinions.
We should also think about participant demographics related to cultural styles. For example, do they
come from individualist societies or societies that put collectivity first? To what scale are participants
tolerant of ambiguity and uncertainty? What is their orientation toward time? For instance, do they take
a long view of a plan or a challenge or do they expect results quickly? Does the group of participants
have any group memberships (e.g., political, religious, service group, or other association)? Although
we currently do not have data or a way to collect this information systematically, we recognize this is a
gap we need to address moving forward. Nonetheless, in many of our programs, participants explore
this concept of cultural difference and practice self-reflection to determine the things that have
influenced their perspectives. While it may be difficult to determine this data on cultural difference
externally, we encourage participants to take this inward exploration.
Intentionality also asks us to create an intellectually supportive environment that includes a
demonstration of respect for everyone, a nonjudgmental mindset, and the ability to listen and not
refute. Such an environment is conducive to learning. The challenge for educators, managers, and
practitioners is to create curiosity for mutual learning. We also need to embrace “inclusion” in our
program design and think about all the myriad ways in which participants genuinely feel that their
personal situations are seen, their opinions valued, and their voices are heard.
Paying close attention to the attitudes, beliefs, or values of participants sets the stage for rich
conversations. For example, do you know whether participants are interested or uninterested in the
topic selected for discussion? Are they favorable or unfavorable to your position? What is their
motivation to participate? Are they part of the program because their organization requires them
to participate? Also, consider your participants’ beliefs and attitudes toward you as a facilitator or
toward other participants. I have learned a lot about my program participants by listening carefully
to the stories they tell about their fortunes or misfortunes. Embedded in those stories and concerns
are the clues that make me ask the question “Why?” and help me to understand how their
background has shaped how they think, act, do, or feel.
This pillar is deeply connected with all the other pillars. We need to be intentional in everything
we do in designing a program!
The second pillar, Theoretical Grounding, invites us to help participants translate
theory into action. The programs in this book use Kolb’s Cycle of Experiential Learning
(Figure 2.3 and Handout 2.1), in which students participate in a planned activity, and
review and reflect on the experience, draw conclusions, practice the new learning,
and apply what was learned.1 The programs also incorporate ideas from Bandura’s
Self-Efficacy Model (Handout 2.2) and the Leadership Identity Development Model
(Handout 2.3) into the content of sessions offered.2 These programs are built on
developing SMART (specific, measurable, attainable, realistic, and time-bound) learning
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outcomes with Bloom’s Taxonomy as the basis.3 This taxonomy describes cognitive, affective, and
behavioral domains of learning. Learning then is scaffolded and, as a result, moves along from
simple to complex levels along these three domains.
Figure 2.3
Kolb’s Cycle of Experiential Learning

Note. Adapted from Kolb’s Learning Styles and Experiential Learning Cycle by S. McLeod, 2017, https://www.
simplypsychology.org/learning-kolb.html.

The Learning Zone Model (Figure 2.4 and Handout 2.4) that underpins participant learning is
used in covering program content.4 This model, developed by Tom Senninger, suggests that when
we are in our Comfort Zone, we are in a familiar environment, feel comfortable, and are not
obliged to take any risks. To learn something new, however, we need to leave this comfort zone and
enter a Learning Zone. The Learning Zone requires us to consider new experiences that bring us
into unknown territory and make us uncomfortable. As the name suggests, this is where we stretch
ourselves to learn. I believe we need to be in the Learning Zone for most of the time if we want to
continue learning new ideas, concepts, and skills in order to practice the habits of a lifelong learner.
Returning to the Comfort Zone every now and again gives us an opportunity to reflect and make
sense of things we have learned. Senninger proposes that there is also a Panic Zone that exists
beyond the Learning Zone. If participants move abruptly into this zone, learning simply stops,
which often results in anxiety, stress, or distress. Signs of participants being in a panic zone are
often physical disengagement or withdrawal from participation. As educators, we need to maintain
a balance between these zones and to scaffold learning (move from a current level of understanding
to an advanced level) in an intellectually supportive environment in which participants learn about
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complex information that may have seemed out of their reach. Please note that these zones are
experienced differently for each person.
Figure 2.4
The Learning Zone Model

Note: Adapted from The Learning Zone Model by T. Senninger, 2000, ThemPra Social Pedagogy. http://www.
thempra.org.uk/social-pedagogy/key-concepts-in-social-pedagogy/the-learning-zone-model/. Copyright
© 2015-2021 ThemPra Social Pedagogy.

Rigor, the third pillar, invites us to do rigorous research to identify topics and content
that need to be covered in our programs. Rigor points to the work done before a program
even begins and the research and analysis that needs to take place to create the definitions
within a program. For example, at the Center, we study and draw our inspiration from
information made available by other institutions such as the International Leadership
Association (ILA), the National Association of Campus Activities (NACA), and the
National Clearinghouse for Leadership Programs (NCLP). We talk to participants’
internship supervisors about the types of management and leadership skills and
competencies required for people entering the workforce. We also check the National
Association of College Employers (NACE) surveys to assess how our program competencies relate
to those outlined in their surveys. The World Economic Forum reports provide further insight.
Podcasts such as The Leadership Educator help us to keep abreast of new directions in leadership
development and education.5 There are many more resources in addition to the ones listed above.
The simple idea is this: Find all the information you can to make your programs rigorous. The
term rigor cuts through all the pillars, and we need to be rigorous and intentional in our approach.
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Thoroughness of content coverage as well as learning processes or approaches applied should be
considered when thinking about this pillar. It is a start to developing a “culture” of rigor within an
institution. Rigor also refers to having financial and administrative systems in place. Such systems
should be dynamic, and we should review them periodically to see whether the programs provide
the information we need to efficiently assess whether the programs are responsive to participant as
well as workplace needs.
Maintaining rigor in the quality of a program also requires selecting speakers very carefully and
intentionally. The Center’s programs select scholars, practitioners, and alumni who have
demonstrated expertise in their field. Diversity (e.g., age, race, perspectives) is another consideration.
Speakers should be willing to deliver content using the theories you have identified in the second
pillar. For example, we select speakers who are willing to adopt Kolb’s Cycle of Experiential
Learning and understand why it is important to allocate their session time with at least 70%
allocated for structured interactive activities and the remaining time allocated for presentation of
content. Speakers we select, despite being accomplished, are humble. They are engaged and
engaging, embrace the idea of continuous quality improvement, show commitment, and understand
how management and leadership shows up in their area of expertise. They understand the
importance of creating a structure in which students can wrestle and engage with the content and
decide how it relates to their current and future experiences. Finally, the commitment of the
program officers and the speakers to continually improve their sessions speaks of their determination
to make programs or sessions stronger with each passing year.
Structure, the fourth pillar, is perhaps the most visible to participants. When programs
are clearly structured and well organized, short- and long-term credibility is established
with participants. In this pillar, please pay close attention to these questions: Why are
you offering the program? What need(s) does it address? How will it take place? What
does the physical layout of each program session look like and is it conducive to offering
an intellectually supportive environment? Have you selected a time and place that is
convenient for the participants? Are activities within a program, as well as a series
of programs, sequenced in such a way that they build upon each other and become
successively more complex as a continuum of offerings? How do the programs relate to
one another? What is the evaluation methodology that should be used?
Participants are and always should be at the center of developing programs. I refer to establishing
an intellectually supportive environment often in this book. In addition to creating a respectful
environment, consider how you might set ground rules and norms for your activities. Consider
privacy of participants, being open to each participant’s perspective or story, and always keep
personal information participants share with you confidential. Think about ethical considerations
for using tests and inventories in your programming.6 Look for discussion about this in Shankman
and Gigliotti’s forthcoming publication, Using Inventories to Enhance Leadership Development.
At the Center, we use a document called the Session Proposal Form (see Handout 2.5) which allows
us to keep track of essential information related to speakers and a session. I constantly think about
how we deliver session content within a program. Each session will be very focused if speakers
have thought about the key concepts that cover “essential-to-know” information within the time
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allotted for the session. The “good-to-know” information can be provided through handouts. The
“nice-to-know” information is covered through supplemental resources that are either suggested by
the speaker or are the result of additional research related to the topic. In this book, every session
embraces this approach, with clear methodologies and well-planned experiences that reinforce
learning.
You probably think that all of this is just common sense, but I am continually surprised by programs
I have observed that do not take many of the questions listed in this pillar into consideration. By
the time we are planning logistics, we should have clarity about the needs of the participants in a
program. Program logistics matter, for when a program is organized and accessible, its reputation
and popularity grow.
Reflection, the fifth pillar, is a critical component of our program design. Nowadays,
given our busy lives, we really do not take enough time to reflect on what we are doing
or learning. Incorporating Kolb’s Cycle of Experiential Learning in leadership
programming helps to build reflective practices and provides participants the time to
process the new information and apply it. The Reflection Pillar is a mandatory
component in the sessions of each program in this book. When reflection questions are
well crafted, it is inspiring to see how participants enjoy reflecting on their learning.
Creating an abundance of spaces and places for reflection is critical for personal and
professional growth as managers and leaders. Think about techniques, including
journaling, one-minute papers or other timed reflections, drawing concepts, think-pair-share,
e-portfolios, small-group discussions, or free-form individual reflections. There are many more,
and I have learned that anything works, from a five-minute conversation to an hour-long discussion
or activity! It is not when or where it happens that is important, but rather the fact that reflection
is planned for and does happen that matters most.
I also believe that building relationships that help participants and educators reflect
together about programs creates an environment that allows for deep connection. These
relationships, built on trust and friendship, are long lasting.
The sixth pillar, Community, is my favorite pillar. It speaks to the need for all of us to
create environments and networks where we learn from one another and create longlasting relationships and friendships of support. It also builds a space to mentor and
to be mentored. We work hard to provide leadership programs that create community
cohesion. This thought from Chris J., class of 2022, helps us to understand this from a
participant’s perspective:
I participated in the Rockefeller Center’s Civic Skills Training (CST) program.
Initially, I was skeptical about whether I would find myself transformed into a
radically different individual or leader by the end of the sessions. I was unconvinced
that leadership was a trait that could be taught or learned.
What I immediately realized about the program was that it was not simply designed
to improve ourselves as individuals but also to create relationships between one
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another. When we began the sessions, I did not know a single member of my
cohort. Through each challenge, activity, and lesson we shared one another’s
thoughts and beliefs, inevitably becoming closer as a result. In one of our sessions,
we shared stories about what motivates [us] and we learned highly personal details
about our backgrounds. Moments like these taught me that leadership isn’t about
an individual, though we may often assume it to be the case.
Chris’ observation is supported by political scientist, Robert Putnam (2000), who coined the
concept of “social capital,” which can be understood in two ways: the value of a network to a
society and the value of a network to an individual. Putnam believes that strong social networks
are valuable.7 They establish the ability to address personal, community, and societal issues because
of the presence of such things as trust, collaboration, cooperation, and joy in being together, thus
building “social capital.”8 It is natural that we seek to establish relationships with like-minded
people, a concept Putnam refers to as “bonding.” In addition to encouraging bonding, I believe that
a program should bring together people with different backgrounds and perspectives, as described
in the first pillar. Putnam refers to this concept as “bridging.” Creating a sense of community using
bridging is difficult, but both exciting and possible.
We have used bonding and bridging strategies in all the programs we offer. Are we 100% successful
in creating lasting social networks? Absolutely not. But we are excited about those instances in which
program participants continue to communicate using messaging apps either individually or in groups
after program completion. For example, the 2016 cohort of the Rockefeller Leadership Fellows
Program still stays in touch. In a recent message from Bill K., class of 2016, he explains its impact:
On another note, there is an RLF virtual reunion/catch-up session planned for
available 2016 Fellows next week! This speaks to the formidable staying power and
enduring impact of your program. The GroupMe was recently reflecting on how
RLF was a highlight of our Dartmouth experience. This continues to be a special
group. Almost five years on, this network of highly intelligent, motivated, and
compassionate folks is going strong.
In addition to building networks for students, presenters also become part of the Center’s
professional network. I asked four presenters that regularly facilitate sessions about why they keep
coming back, despite their busy schedules. Two themes jumped out at me and I share them with
you through these quotes:
Joy derived from working with students
Serving in this capacity has been an amazing opportunity to give back to a community that has given
so much to me. Having taken advantage of many Rockefeller Center programs as an undergrad, I
can attest to the lasting impact that these programs can have, especially in the early years of entering
the workforce. I felt much more prepared for professional life in the “real world” because of Rocky
programming, and I am honored to have the opportunity to help the next generation of students feel
equally as prepared, if not more.
—Ariel Murphy Bedford, Alumna and presenter in MLDP and CST
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I enjoy engaging with current students and learning from their experiences, worldviews, and
generational perspectives. Their commitment to excellence, growth, and development—their own, as
well as each other’s—makes them a joy to teach.
—Kate Hilton, Alumna and presenter in MLDP and RLF
The quality of discussion and engagement from the students was impressive. They were curious,
deep thinkers who were leading in organizations, with communities, and for inspiring purposes.
—Kerry Priest, presenter in RLF
Teaching is a passion of mine. And I always find that I learn at least as much from the students as
they do from me. When I was asked to teach in a leadership program, I saw it as an opportunity
to be more intentional and to distill the critical aspects of negotiation as they relate to leadership.
—John Garvey, presenter in MLDP
Working with the Programs and Staff of the Center
Institutional buy-in is a critical component to the success of any initiative. The dedication of the
Rockefeller Center staff in providing meaningful professional development experiences for students
continues to be inspiring and a source of motivation for returning year after year as a session speaker.
—Ariel Murphy Bedford, presenter in CST and MLDP
Working with them connects me to an ever-growing Dartmouth community. This includes the
Rockefeller Center program staff, who support continuous improvement and contextualization to
make each and every session more relevant and rewarding than the last.
—Kate Hilton, presenter in MLDP and RLF
The faculty and students showed me incredible hospitality, the campus is beautiful, and I loved
learning more about the school’s history and regional culture. I was honored to be asked to facilitate
an RLF session. The purpose and mission of this program, along with the intentional format,
aligned with my own values as a leadership educator and practitioner. And I was excited to engage
in the learning process with this group of talented, diverse students.
—Kerry Priest, presenter in RLF
From these quotes and my personal experience of working with all speakers, I have learned how
passionate and committed they are about creating vibrant learning environments for students.
Kerry Priest represents this passion for all speakers when she describes her desire to help students
to generate new perspectives geared toward their own purpose and practice of leadership: “We
situate leadership as an activity that is driven by a challenge—a vision or hope for a better future, a
more just and equitable world. And we explore ideas, behaviors, and practices that can help them
[the students] to engage and mobilize others in the face of uncertainty and complexity.” I was also
impressed with the commitment of alumni to “give the work back” as in the case of Ariel Bedford,
Kate Hilton, and many others.9 All four, as well as other speakers in the programs, demonstrate the
qualities of a lifelong learner.
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Building community and fostering understanding of one another play an important role in our
program offerings. We monitor the research and observe trends in the workplace, which allow us
to remain nimble and responsive to what our participants need to know. These workplace trends
and the impact of politics on communities, both domestically and globally, support our emphasis
on the importance of excellent communication skills, including the ability to have difficult
conversations. These skills are critical for building community cohesion. Furthermore, our
conversations with professors, supervisors, alumni in different fields, and employers emphasize the
need to foster effective intergenerational communication and thus we also include this topic in our
program offerings.
Assessment and Evaluation is the seventh pillar. Leadership programs must have
clear assessment and evaluation processes in place for the learners, the programs, and
the institution. In our case, we place emphasis on individual participants and on all
aspects of the programs being offered, including how a program meets organizational
and institutional missions, and how alumni benefit from it. As a result, a few things
happen. First, we articulate learning objectives to capture participants’ personal and
professional growth. Next, we learn about the strengths and weaknesses of our programs,
also noting opportunities for program improvement. Additionally, we map leadership
competencies, thereby capturing the emphases of our programs and tying them to our
research and practice. Finally, we acknowledge things that are out of our control, which provides
greater clarity and context to the environment within which we operate.10
We also discuss how our program offerings meet our organizational mission. The Rockefeller
Center’s mission is to “educate, train, and inspire the next generation of public policy leaders in all
fields of endeavor, through multidisciplinary education, public policy-oriented research across the
social sciences, leadership training, and public lectures by visiting scholars and dignitaries.”11 If you
keep this mission in mind as you read this book, you will notice the various ways in which we work
toward accomplishing this mission.
The Center is also concerned with how it meets the institutional mission. Dartmouth College
“educates the most promising students and prepares them for a lifetime of learning and of
responsible leadership, through a faculty dedicated to teaching and the creation of knowledge.”12
As you will notice throughout this book, our leadership programs and offerings strive to bring this
mission to life.
A final word about assessment and evaluation, and its influence on the organizational context
where these programs live, breathe, and grow. When consistent evaluation systems are put in place,
the idea of continuous quality improvement takes on a life of its own and becomes a way of being,
particularly when we want to experiment with a new idea or when we think of mistakes that we will
inevitably make when we innovate. But both assessment and evaluation present us with the
opportunity to grow and become lifelong learners. I believe, however, that there is a systematic
approach to how we think of “making a mistake.” The first time a person makes a mistake, it truly
is a mistake. The second time the same person makes the same mistake, the person should determine
whether it is a systems issue. This includes examining the organizational system supporting it,
making changes, testing the system, and making sure it works. After the system is fixed, the third

34

LEADERSHIP BLUEPRINTS: ADOPT, ADAPT, ADJUST

time the same person makes the same mistake, it is time for a difficult conversation. In their book,
Crucial Conversations, Patterson et al. (2012) provide us with insight into what conditions create
difficult conversations and what to do about them.13 My colleagues do not fear implementing an
innovative idea into their leadership programming that takes them out of their Comfort Zone,
because they have embraced the view that mistakes (or failures) are important to Rockefeller Center
program development. We have followed the systematic approach outlined above to test innovative
thoughts and ideas. Over the past fifteen years, I have noticed that it has created a culture of
continuous quality improvement, which has put all of us on the path to becoming lifelong learners
as well.
Participant Learning and Empowerment is the new and eighth pillar in program
design. We have always placed a priority on participant learning and empowerment
in our programs. The transition to virtual teaching and learning as a result of the
pandemic, however, has forced all of us to consider ways in which educators and
participants can stay engaged as part of a vibrant community of learners. In every
sense, we have all become participants in learning how to navigate our new reality. We
are learning about how to use technology together. We are learning about self-care
together. We are learning about how to support each other through virtual platforms so
that we can replace the loss of human contact, and the yearning for it, with empathy,
laughter, compassion, humor, and joy. As we learn these lessons together, relationships become
less hierarchical and less limited by knowledge differentials. COVID-19 has given educators an
increasingly intense urgency to explore ways in which we can empower participants to direct their
own learning and foster their own small communities.
Conversations with colleagues from all fields have shown me that they, too, are looking for ways
in which they can continue to grow personally and professionally. Further, they are committed to
helping their program participants to do the same. Our world is remarkably complex, yet full of
opportunities, and so participant learning and empowerment deserves a pillar of its own.
So how do our programs allow participants to discover themselves as leaders, followers, and
learners? Meet Meghna R., from the Dartmouth College class of 2020. She majored in quantitative
social science with a concentration in global health and sustainable development. At Dartmouth,
in addition to various Rockefeller Center programs, Meghna was involved with Dartmouth
Emergency Medical Services, the Political Violence Lab, and the John Sloan Dickey Center for
International Understanding. She is now working as a healthcare consultant and hopes to pursue
a Ph.D. in Epidemiology in the future.
Here is Meghna’s reflection on her growth with the Rockefeller Center, or Rocky, as students fondly
refer to it:
Rocky’s leadership programs awaken the seed in students and give them the resources
and skills to grow as leaders. When I first joined Rocky, I lacked confidence in
myself and thought I could never be as strong of a leader as some of my extroverted
peers. Through Rocky, I met leaders with a diverse range of work habits, leadership
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styles, and personal experiences. These conversations helped me realize that there
is no one recipe for creating a perfect leader. More importantly, the best leaders
are dynamic and can adapt to the ever-evolving economic, social, and political
environment.
Good leaders can thrive in a variety of contexts and work with many different types
of people to create effective teams. During the Rockefeller Leadership Fellows fall
retreat, Jay Davis ’90 facilitated the “Compass Points” exercise to help us identify
our personal strengths as leaders. Jay also discussed how we could best meet the
needs of those who identified as other “points” on the compass. Jay’s session helped
me recognize my, as well as others’, strengths as leaders, and how to adapt my work
style to meet each team member’s compass direction. Being cognizant of different
leadership styles can help us mitigate misunderstandings and minimize differences
to create effective teams. Our distinct leadership competencies are complementary,
and as leaders, we should try to take advantage of the diversity of work styles.
I can now recognize when personalities in a team are seemingly clashing, and how
I can delegate responsibilities and create compromises that will play to each team
members’ strengths. This has been critical to successful collaboration on academic
group assignments, working on professional teams to meet client deadlines, and even
in my personal life with friends and family. In addition, I am now more confident
and aware of my own assets as a leader and a team player. The journey to becoming
a strong leader, however, is ongoing. My time at the Rockefeller Center has nurtured
my seed and kindled a desire to always want to grow and learn from those around
me.
Meghna’s reflection is an example of the development of self-awareness, the meaning of working
with team members and styles, and the birth of her new ideal of lifelong learning. In my personal
conversations with her, I know that she has much more to say. Through such reflections, though,
I have become particularly sensitive to the learning needs of introverts and the methods we might
use to engage them to make them feel confident about their skills and abilities, and to help them
develop a clear vision of being a good manager, leader, and follower.
I have seen many other narratives like Meghna’s over the past fifteen years. My colleagues and I
aspire to work with current participants and program alumni on igniting inspiration to become
self-aware, learn to work with others, understand team behavior, and grasp how to meet their
organizational missions. As managers, leaders, and followers, our goal is to achieve societal good.
But a program design is only good if it is implemented. The Rockefeller Center programs not only
follow program design steps but also incorporate the Eight Pillars of Program Design to implement
programs. Chapter 3–7 describe the programs in more detail, but for now here are some general
program implementation tips for your consideration.
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Tips for Implementing Programs
Ÿ Plan your approach using the Eight Pillars of Program Design.
Ÿ Use an outreach strategy that reaches out to diverse audiences.
Ÿ Anecdotal information suggests fatigue with electronic communication. Use other methods
(informal coffee hours, information sessions, peer-to-peer discussions) to create awareness
about the benefits of the program for personal and professional growth.
Ÿ Select speakers carefully and think about how they might help you to meet program goals
and objectives.
Ÿ Logistics, Logistics, Logistics! Pay close attention to details.
Ÿ Evaluate your program at these levels: participant, program, organization, and institution.

Notes
McLeod, 2017.
Lopez-Garrido, 2020, Aug 09; and Komives et al., 2006.
3
Bloom, 1956.
4
Senninger, 2000.
5
Jenkins & Bullock, 2019–present.
6
Shankman & Giogliotto (in press).
7
Putnam, 2000.
8
Heath, 2007.
9
 This observation is linked to “Part Two: The Response” in section 6, p. 123 of Leadership on the Line (Heifetz & Linsky,
2017).
10
Combs et al., 2008.
11
The Nelson A. Rockefeller Center at Dartmouth College, 2019.
12
Dartmouth, 2013.
13
Patterson et al., 2002.
1
2
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Kolb’s Cycle of Learning and
Its Connections with
Bloom’s Taxonomy
The Experiential Learning Cycle, also known as Kolb’s Cycle of Learning, developed by David
Kolb and published in 1984, is in essence a model of the learning process consisting of four distinct
but interconnected stages through which the learner passes repeatedly.

Note: Adapted from Kolb’s Learning Styles and Experiential Learning Cycle by S. McLeod, 2017, https://www.
simplypsychology.org/learning-kolb.html.

The cycle underscores the ongoing nature of learning by illustrating that a learner might enter
the process at different stages; however, in order for knowledge acquisition to be effective and
sustainable, the learner must engage with each of the four elements. Usually, a learner would
first enter the Concrete Experience stage, which is attributed to the brain’s sensory cortex.
During this period, the learner would encounter a new concept or environment. As a consequence,
they would enter the second stage of the cycle—Reflective Observation. During this stage, the
learner not only indicates that they have experienced something unknown or unusual, but more
importantly, tries to reflect on how this encounter impacts their personality, well-being, emotional
state, and world view. Once they have identified such changes, the learner is ready to enter the
third stage of the cycle—Abstract Conceptualization. The role of this stage is to allow for
the reflection to give rise to a change in the learner’s thought process and views by triggering the
formulation of a new idea or the revision of an old one. As a result, the learner can enter the
Active Experimentation stage of the cycle where they have the opportunity to apply in practice
what they have just conceptualized in theory. The experiment is essentially the learner’s attempt
to integrate their new views in the world around them, which can cause several main outcomes. If
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the new idea clashes with other beliefs of the learner, it would trigger a set of novel experiences,
bringing them back to Stage 1. If the idea neither gives rise to conflicts nor fits well, it would lead
back to the Reflection stage and force the learner to rethink the way in which they have reflected on
the experience. In the case where the idea works well within the learner’s set of views and practices,
it would open up the way for them to focus on other new experiences that need reflection. In any of
these cases and many more, Kolb’s Cycle provides a model of learning that has no final stage—just
as the process itself is never-ending and constantly enhanced by the learner’s interaction with the
world around them.
Another systematic classification of the learning process is Bloom’s Taxonomy. Developed by
Benjamin Bloom and published in 1956, the taxonomy is in essence a framework of the levels
of knowledge acquisition presented in a hierarchical structure in accordance with the order of
mastery.

Evaluation
Synthesis
Analysis
Application
Comprehension
Knowledge
Note: Adapted from Emerging Perspectives on Learning, Teaching and Technology (p. 43) by M. Orey (Ed.), 2005.
Copyright © 2010 by M. Orey.

It has to be noted that despite having become representative of Bloom’s work, this is only one of
three domains, with the other two being the affective and psychomotor ones. In short, the bottom
three levels are of lower order and are much easier to master. They are mainly concerned with the
learner’s ability to recall relevant knowledge, construct meaning out of it, and implement the newly
obtained information in other situations. When compared to Kolb’s cycle, these levels seem to fall
within the Concrete Experience and Active Experimentation stages. The top three levels of the taxonomy,
defined as being of a “higher order,” require more time to grasp. Concerned with skills such as
breaking concepts into pieces and analyzing them or constructing judgments, these levels relate to
the Reflective Observation and Abstract Conceptualization stages. This suggests that learners often struggle
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more with contemplating their experience and formulating new views, which is why practices
such as reviews and feedback are very important. Even under Krathwohl and Anderson’s (2000)
revised taxonomy, which places the emphasis on the student outcome rather than the activity, the
connections remain closely the same. Both Kolb’s Cycle and Bloom’s Taxonomy in its original and
revised versions prove that successful learning is attainable only when attention is paid to physical
and cognitive processes as complementary rather than opposite.
______________________________________________________
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Bandura’s Model of Self-Efficacy
The Self-Efficacy Model, developed by Albert Bandura and first introduced in 1977, is in essence a
framework encompassing the characteristics of people with high and low levels of self-confidence,
plus strategies to build and sustain this trait.

Note: Adapted from Self-efficacy Theory by G. Lopez-Garrido, 2020, https://www.simplypsychology.org/selfefficacy.html.

Following the features of the realm in which Bandura dedicates a significant portion of his work—
social cognitive psychology—the term self-efficacy considers one’s belief in the efficacy of their
own actions. He has identified four sources of influence, which if utilized correctly, can increase
the levels of self-confidence and lay the foundation for a person’s high motivation and sense of
accomplishment.
The first source is Mastery Experiences—capabilities obtained in the past after a person
has invested time and effort in challenges they eventually succeeded in. This latent knowledge,
however, is often not enough to boost a person’s confidence, which is why a strategy to increase
the likelihood of good performance is reminding individuals about their previous achievements.
Prompting people to recall prior success in similar situations could elevate their self-confidence by
reminding them that they already possess the necessary skills to complete the task.
The second motivator is Vicarious Experiences—knowledge obtained by observing others
who succeed in certain situations. Consciously or not, everybody is a role model and those who
accomplish what someone else is aiming at automatically become their positive role models.
Therefore, increasing one’s self-efficacy can be achieved by introducing them to environments
where they are surrounded by other successful people. A valuable strategy for utilizing this source
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of influence is thus to reduce people’s anxiousness through a demonstration of what others are
doing well.
Third in the list, Bandura introduces Social Persuasion—encouragement, which if administered
at as young an age as possible, can effectively improve one’s self-efficiency. Techniques, such as
verbal motivation and positive self-talk, applied while a person is struggling with a complicated
problem, can persuade them that they indeed have the necessary set of skills to overcome the
current challenge.
Lastly, Bandura proposes that a significant source of motivation is one’s personal Emotional
State. Depression or anxiety could prove detrimental to building self-confidence, which is why it
is crucial to track people’s well-being as it affects their perception of themselves and their scope
of influence as opposed to others. However, an even more important remark he makes is that it is
not the emotional state by itself but the way it is interpreted that affects a person’s performance.
Bandura explains that a state of arousal could be viewed as both an incentive and counterincentive.
Therefore, simple somatic arousal techniques, such as taking deep breaths, can be used to reduce
anxiety’s negative influence.
Based on these factors, there are several traits that people exhibit, which can help identify them as
either possessing high or low self-efficacy. Characteristic of confident people are possessing a sense
of power, approaching challenges, and having perseverance even in cases of failure. On the other
side, those with low self-efficacy tend to adopt a behavior of avoidance and easy surrender before
complex situations because of their anxiety and fear of failure.
It can therefore be concluded that by placing emphasis on peer modeling, seeking and offering
feedback, and encouraging people to accept challenges, one can increase the levels of self-efficacy
and thus unlock a sense of motivation previously restricted by lack of self-confidence.
_______________________________________________________
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Leadership Identity Development Model
The Leadership Identity Development Model (LID), developed by Komives et al. and published
in 2006, is in essence a roadmap to fostering the formation of a leader’s personality in a holistic
approach through various learning opportunities.

Awareness

Exploration
Engagement

Leader
Identified

Leadership
Differentiated

Generativity

Integration
Synthesis

Note: Summarized from “Developing a leadership identity: A grounded theory,” by S. Komives, S.
Longerbeam, F. Mainella, L. Osteen, & J. Owen, 2005, Journal of College Student Development, 46(6), p. 599.

The model itself is stage-based, following a person’s lifelong development from early childhood to
post-college experiences. The LID model is based on the grounded theoretical findings of scholars
who have identified six categories of strong influence on leadership development: “broadening
view of leadership, developing self, group influences, developmental influences, and the changing
view of self with others.” As a result, a model of six stages is constructed with each stage including
an analysis of the person’s interaction with adults, peers, and changes in engagement with the
community. Another key element is the transition between stages which is characterized by an
observable shift in thinking.

Stage One: Awareness
Ÿ Essence: being exposed to the concept of leadership and beginning to recognize authority
figures
Ÿ How to foster it: using more explicit language revolving around terms such as leaders,
leadership, accomplishing goals, and leadership styles by adults

Stage Two: Exploration/Engagement
Ÿ Essence: taking on responsibilities and joining groups as a member/follower
Ÿ How to foster it: helping students get involved with new activities and building selfconfidence by affirming a person’s strengths

Stage Three: Leader Identified
Ÿ Essence: taking on managerial roles within groups, practicing different leadership styles
and implementing delegation, valuing interdependence
Ÿ How to foster it: helping students identify organizations and groups that match their
values; designing experiences that openly promote positional leadership roles
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Stage Four: Leadership Differentiated
Ÿ Essence: learning to be effective in both positional and non-positional roles; exploring
group processes and how systems work; valuing interdependence
Ÿ How to foster it: teaching skills, such as teamwork, handling group conflict, active
listening; creating environments that encourage commitments beyond self-interest

Stage Five: Generativity
Ÿ Essence: being committed to sustainability and group growth, identifying potential
personal passions, valuing interdependence
Ÿ How to foster it: assisting in finding personal passions; encouraging students to appreciate
mentoring younger peers’ work within the system but beyond the individual group

Stage Six: Integration Synthesis
Ÿ Essence: recognizing leadership as a lifelong development process and being interested in
role modeling
Ÿ How to foster it: helping people identify personal strengths they can utilize beyond
college and in diverse environments
_______________________________________________________

References
Komives, S., Longerbeam, S., Mainella, F., Osteen, L., & Owen, J. (2005). Developing a leadership
identity: a grounded theory. Journal of College Student Development, 46(6), 593–611. https://
doi.org/10.1353/csd.2005.0061.
Komives, S.R., Longerbeam, S.D., Owen, J.E., Mainella, F.C., & Osteen, L. (2006). A leadership
identity development model: applications from a grounded theory. Journal of College Student
Development 47(4), 401-418. https://doi.org/10.1353/csd.2006.0048
Martinelli, E. (2017). Public relations leadership development cycle: A cross-cultural perspective.
Public Relations Review, 43(5), 1062–1072. https://doi.org/10.1016/j.pubrev.2017.09.002.
Zheng, M. (2015). Embracing leadership: a multi-faceted model of leader identity development.
Leadership & Organization Development Journal, 36(6), 630–656. https://doi.org/10.1108/lodj10-2013-0138.
Handout created by Kristabel Konta, class of 2024

46

Handout 2.4

The Learning Zone Model
The Learning Zone Model, developed by Tom Senninger, is in essence a synthesis of the lifelong
process of learning. The model is constructed of three distinct circular layers whose boundaries are
dynamic and can be expanded through one’s experience.

Note: Adapted from The Learning Zone Model by T. Senninger, 2000, ThemPra Social Pedagogy. http://www.
thempra.org.uk/social-pedagogy/key-concepts-in-social-pedagogy/the-learning-zone-model/. Copyright
© 2015-2021 ThemPra Social Pedagogy.

The innermost layer—the Comfort Zone—is the familiar environment. It is the place where
everyone feels the most confident without having to take any risks; however, if stuck within it for
too long, the person can never discover and develop. This zone’s importance lies within its role as
a point to return to, providing security and a place to reflect.
The middle layer—the Learning Zone—is the most desirable area to devote the majority of a
person’s time and energy to. It lies beyond the Comfort Zone as its environment is unknown and
provides opportunities for growth and learning. However, as it forces the person to explore the
limits of their skills and to acquire additional ones, the Learning Zone is also a place that can easily
become a part of the Comfort Zone once the learner feels confident and familiar enough with the
newly discovered environment.
An excessive amount of energy put into moving throughout the Learning Zone, however, might
bring the person within the third circle—the Panic Zone. What makes this area problematic
is that the learning process becomes impossible when it is blocked by the person’s attempts to
avoid any traumatic experiences that may be caused by uncertainty. However, just as one can
expand their Comfort Zone, they can also apply the right amount of pressure to break through the
Learning Zone boundary and stretch it throughout the Panic Zone. It is important to understand
that the fluidity of the boundaries can be used to one’s benefit only when they are invited rather than
pushed to move from one layer of the model to the next.
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Session Proposal Form
2019–2020 Session Proposal Form
PROGRAM “TITLE”
SPEAKER NAME
Thank you for contributing to the success of our program. Please complete the following Session
Proposal Form, which ensures consistency throughout our programming and facilitates in the
overall assessment of our program’s learning objectives and competencies. Co-curricular programs
at the Rockefeller Center follow the Kolb Cycle of Learning: theory-based knowledge, experiential
learning, reflection, and concrete application.   

Program Specific Criteria:
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ
Ÿ

Session Date(s):
Session Duration:
Target Complexity Level (basic, intermediate or advanced):
Audience (describe audience):
Primary Point-of-Contact:
For more information about (name of program), please visit (insert relevant URL here):

Part 1. Speaker Information, Session Administration, and
Logistics
Your Name
Your Title
Your Institution or
Affiliation
Brief Bio
Please provide a brief bio of 200
words or less.
Photo
Please provide a photo to be used
in our program information. The
picture should be high resolution,
300 dpi or more. Please insert the
photo here and resize to a height of
2.5 inches, if needed.
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Required Required
Materials
Please list your A/V or classroom
needs. Additionally, please specify
if your slide presentation includes
multimedia such as video clips to
ensure audio will be setup for this
purpose.
Dietary Restrictions (if
any)

Part 2. Session Proposal
Session Title
Maximum of 10 words.
Session Description
Please provide a brief description
of the session, maximum 150
words.
Learning Objectives:
Objectives should be SMART:   
Specific,
Measurable,
Appropriate,  
Realistic, and
Time-bound.

Please limit to 3 objectives.

Key Concepts and
Definitions
Please list up to 3 key concepts that
your session will focus on and how
you define those concepts. Examples of
key concepts may include authenticity,
integrity, empowerment, creativity, risk
taking, results, autonomy/independence,
accuracy, growth, excellence/mastery.
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Reflection Questions
What questions should our
students be asking themselves
when the session is over? Please
limit to 3 questions.

Session Outline or Lesson Plan: Please provide an outline of how you will use the time to present your
material. What types of activities will you utilize, and in what order will you use them? See the example provided.
Total programming should not exceed the session duration listed on page 1.
Time Required (Minutes)

Description

minutes
minutes
minutes
minutes
minutes
minutes
minutes
Required
Readings (Optional):
Please limit required reading to a
total of 20 pages.
Additional Resources:
What resources would you
recommend on this topic? Please
feel free to include books, articles,
websites, multimedia, TedTalks,
etc.

Leadership Competencies Addressed: Please indicate which of the following leadership competencies
your session focuses on and seeks to develop within students. Please select a maximum of six competencies.
Double click on the box to check it.
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Collaboration

Effective Communication

q Builds and maintains partnerships
based on shared purpose
q Acknowledges and listens to different
voices when making decisions and
taking action
q Facilitates collective action toward
common goals
q Encourages, supports, and recognizes
the contributions of others
q Fosters a welcoming and inclusive
environment

q Writes and speaks after reflection
q Clearly articulates ideas in a written and spoken
form
q Exhibits effective listening skills
q Influences others through writing, speaking, or
artistic expression
q Acknowledges and appropriately communicates
in situations with divergent opinions and values

Effective Reasoning

Management

q Employs critical thinking in problem
solving
q Employs creative thinking in problem
solving
q Develops personal reflective practice
q Engages in inquiry, analysis, and
follow-through
q Integrates multiple types of
information to effectively solve
problems or address issues

q Develops and implements a plan for goal
attainment
q Develops appropriate strategies for capitalizing
on human talent
q Stewards and maximizes all resources
q Manages multiple priorities
q Prepares for leadership transition
q Develops appropriate strategies for effective
teamwork
q Evaluates efficacy of current course(s) of action
q Identifies structure and culture of organization
q Demonstrates effective and appropriate use of
technology
q Demonstrates financial, task, and resource
management skills

Self-Knowledge

Principled Action

q Continually explores and examines
values and views
q Understands social identities of self
and others
q Demonstrates realistic understanding
of one’s abilities
q Seeks opportunities for continued
growth
q Takes appropriate action toward
potential benefits despite possible
failure

q Identifies and commits to appropriate ethical
framework
q Demonstrates congruence between actions and
values
q Demonstrates personal responsibility
q Appropriately challenges the unethical behavior
of individuals or groups
q Bases actions on thoughtful consideration of
their impact and consequences
q Seeks appropriate and mutually beneficial
solutions when conflict or controversy arises
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q Shows self-respect and respect for
others
q Moves beyond self-imposed limitations
q Practices self-compassion, friendliness,
ease with self, and vulnerability
Intercultural Mindset
q Contextualizes social identities and
experiences  
q Understands, communicates with,
and respectfully interacts with people
across identities
q Actively engages in opportunities to
expand worldview
q Applies intercultural knowledge and
skills in local, national, and/or global
contexts
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